Purpose of the study: The primary purpose of this study is to investigate the extent of influence of the nonmonetary factors on the psychological empowerment of the employees.
INTRODUCTION
Psychological empowerment may be the most essential factor that contributes to positive employee outcomes (O'Brien, 2011) . It provides positive effects on job satisfaction (Meyerson & Dewettinck, 2012 ) and even to customer satisfaction (Chebat & Kollias, 2000) . In fact, various empowerment programs have been introduced in many organizations in order to improve productivity, customer satisfaction, and competitive standing of the organizations as a whole (Hamed, 2010) . Recently, more organizations have adopted some kind of empowerment schemes (Tetik, 2016) . Various researches have been carried out to understand employee empowerment but mostly it examines consequences of empowerment to organizations especially to other attitudinal and behavioral aspects such as in employee job satisfaction (esp. Stewart et al., 2010; Ambad & Bahron, 2012; Saif & Saleh, 2013; Fong & Snape, 2015) . For example, empowerment has a significant role in increasing employee satisfaction which also helps in retaining the best employees (Elnaga & Imran, 2014; Fernandez & Moldogaziev, 2015; Lee & Ok, 2015) . It eventually reduces employee turnover and increases organizational commitment (Chang et al., 2010) . This creates interest to the researcher to study further the influences of psychological empowerment in order to better craft useful employee empowerment efforts for the organizations considering the positive consequences of empowering people in the workplace. Thus, this work hopes to contribute to researches that endeavor in understanding and predicting organizational behaviors in the hospitality sectors.
This study identified nonmonetary factors that may influence the psychological empowerment of employees in lodging organizations. It measures how satisfied the employees are with promotional activities, immediate supervision is given to employees, operating policies and procedures, coworkers, and the kind of work they have done within the organization. Understanding the psychological empowerment of lodging employees and the factors that significantly influence it is relevant since this sector is one of the major sectors that are affected by problems associated with employee attitude and behaviors.
Relationship with coworkers, supervisory relationship, and promotion opportunities were among the nonmonetary factors that were among the push factors introduced by Kinicki, et al. (2002) . It can be said that an employee's job attitude towards his or her organization can be explained based on their satisfaction with one or all of these factors. For instance, organizations that provide fair promotional policies increase job satisfaction and organizational commitment among employees (Rehman et al., 2013) ; it makes employees feel that they are understood, valued, and cared about if the managers in hotels show high levels of supervisory support behavior towards their people (Laskarin Azic, 2017); and employees feel satisfied at work when they are offered opportunities where they can use their capabilities and skills, and provided chances to carry out diverse tasks, autonomy at work, and feedback of their efficiency in doing their jobs (Robbins & Judge, 2012) .
PURPOSE OF THE STUDY
The purpose of this study was primarily to analyze nonmonetary factors that influence employees' psychological empowerment in lodging organizations. Specifically, it aimed to (1) determine the level of employees' psychological empowerment, (2) determine the level of employee satisfaction with nonmonetary factors such as promotions, supervision, operating procedures, coworker relationship, and nature of work, and (3) investigate extent of influence of these factors to psychological empowerment of the employees.
Research Hypothesis
Null Hypothesis: None of the nonmonetary factors significantly influence employee psychological empowerment.
METHODOLOGY
This study used a quantitative research design. Correlational analysis was used to measure the extent of influence of the nonmonetary factors to employee psychological empowerment. Licensed SPSS version 23 software of Ateneo de Davao University was used to do the statistical processing. Data processed using this software include demographic characteristics of employees, and ratings of psychological empowerment, job satisfaction. Stepwise Multiple Regression Analysis was used as inferential statistics.
Sample
Convenience Sampling was used in this study. Employees from the Philippine Department of Tourism (DOT) accredited lodging facilities in South Cotabato Province, Sarangani Province, and General Santos City also are known as SOCSARGEN Area were the respondents of this study where a total 290 respondents have voluntarily participated. Respondents were consisting of managers or supervisors, and staff members from the frontline departments of the lodging establishments such as front office and concierge, food and beverage, and housekeeping departments.
Samples were drawn from the listings of the full-time employees provided by the human resource or personnel office of the DOT accredited lodging facilities. Only those establishments that have permitted the researcher to conduct the survey were included in the actual data gathering. The type of establishments considered is based on the accredited and categorized as guest accommodation establishments by the Philippine Department of Tourism Office of Region 12 which include hotels, resorts, inns, and pension houses only. The researcher has considered only the list from this office since this office provides the most reliable source of existing lodging facilities in the area and the most accurate parameters on the selection of the establishments.
Instrument
The Measuring Empowerment Questionnaire (MEQ) developed by Spreitzer (1995) was used to measure the psychological empowerment of the employees. To measure nonmonetary variables, it adopted the Job Satisfaction Survey (JSS) of Spector (1997) . But only scales for promotion, supervision, operating procedures, coworkers, and nature of work were considered to measure the independent variables of this study. Permission to use the scales was secured from the author. All questionnaires asked the respondents to indicate their strength of agreement for each item by selecting a number ranging from 1 (strongly disagree) to 7 (strongly disagree).
To ensure the applicability of the instruments to the target respondents, a pilot study was conducted among 30 hotel employees prior to the final data gathering to analyze the internal consistency of the scales. This set of respondents was a different set from the main samples. 
Procedures
The researcher visited each establishment to secure permission from the management prior to the conduct of the survey. Human resource managers and personnel-in-charge of each establishment have served as focal persons of the establishments. The purpose of the study was explained to the respondents. So that they would have a full understanding of its significance and to encourage them to cooperate with the researcher. For more effective and accurate responses, instructions were explained clearly. A formal communication to establishments and other private and government agencies was made. The researcher did not proceed to any data gathering activities until he has granted approval from the concerned person or offices. The researcher had made sure that only the establishments which have provided the researcher the consent and permission to conduct a survey in their respective establishments were included in the actual survey. The anonymity of the respondents was ensured throughout the study.
RESULTS AND DISCUSSIONS

Demographics
In this study, 89.7% of the respondents were within the age range of 18 to 34 years old; 53.4% were female and 46.6% were male; 89% consists of employees in the rank and file positions; 57% were college graduates, and 74.7% were already been working in the lodging establishments for not more than 4 years. The respondents rated themselves as satisfied with the supervision, coworker relationships, and nature of work they have in their current job, while they were neither satisfied nor dissatisfied with the promotion opportunities, and operating procedures at their present work. Their level of psychological empowerment in the workplace was rated very high.
Regression Analysis
The stepwise multiple regression analysis generated four models as shown in Table 1t yielded Model 4 with four significant variables as the best model.
The model has the highest coefficient of determination (R²) of 0.387 and adjusted R² of 0.378 as shown in Table 2 . The variance in the dependent variable 'psychological empowerment' is explained by the independent variables nature of work, operating procedures, promotions, and supervision. This model explains that 37.8% of the variation in the dependent variable may be explained by the variation in the independent variables included in the model. The model has the lowest variability as shown by its Standard Error of the Estimate of 0.71338. Collinearity diagnostics and collinearity statistics can also be seen in Table 1 in Table 3 , the highest VIF for the data is 1.318 (model 4), the highest Condition index is 26.386, and the lowest Tolerance values is 0.759. Since that there are no VIF values that exceed 5 or 10, no Condition index that exceeds 30, and the Tolerance values are greater than .50, it indicates that their multicollinearity is not of a high problem with the data. Table 4 shows that the ANOVA has an F-value of 44.911 (p-value = .000). Since the p-value is less than .05, this means that the value differs significantly from zero, and therefore the model is meaningful and there is a good fit between the model and the data. 
Interpretation of the Regression Coefficients
Based on the "Coefficients" table (Table 1) In Equation 1, the regression coefficient indicates that an increase in satisfaction of the employees in the 'nature of their work' with one unit leads to an increase in their psychological empowerment with 0.324 units. Interestingly, every unit increase in rating of 'operating procedures' leads to a 0.324 decrease in psychological empowerment. Further, every unit increase in employee "promotion opportunities" satisfaction leads to an increase in their psychological empowerment with 0.248 units. Every unit increase in "supervision" satisfaction will lead to an increase in their psychological empowerment with 0.177 units.
The study revealed that factors such as the nature of work, operating procedures, promotions, and supervision significantly influence organizational commitment. Table 2 explains that 37.8% of the variation in the dependent variable (psychological empowerment) may be explained by the variations in the independent variables (nature of work, operating procedures, promotions and supervision). Hence, the hypothesis is rejected.
It can be observed that the coefficient of determination in this study is slightly low. This value can be attributed to the field of study. Onditi (2013) mentioned that any field that attempts to predict human behavior, the values of coefficient of determination are typically below 20% because humans are harder to predict, and it is entirely expected that the R² values
